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ABSTRACT • One of the most challenging and, at the same time, the most important skills of experienced manag-
ers of these days is the ability to motivate their employees to meet the required job performance in the workplace. 
At the present time, employee motivation is an atmosphere that meets the interests and needs of employees in the 
company, stimulates and infl uences their work performance in order to meet the needs of the organisation as well 
as their personal needs. This paper deals with the changes in employee motivation in the Slovak furniture manu-
facturing company and determines which changes in motivation programme should be made in the company in 
future. 
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SAŽETAK • Jedan od najvažnijih izazova i istodobno, jedna od najvažnijih vještina iskusnih menadžera u 
današnjem trenutku jest sposobnost motiviranja uposlenika za postizanje očekivanih radnih rezultata u poslu 
koji obavljaju. Danas motivacija uposlenika označava atmosferu koja povezuje interese i potrebe uposlenika u 
poduzeću, stimulira ih i potječe na učinkovitiji rad kako bi se dosegnule potrebe organizacije u kojoj rade i njihove 
osobne potrebe. Članak prikazuje promjene u motivaciji uposlenika u poduzećima za proizvodnju namještaja u 
Slovačkoj i predlaže potrebne promjene u motivacijskim programima unutar poduzeća u budućnosti.
Ključne riječi: motivacija uposlenika, motivacijski program, analiza motivacije, t-test, kompanija drvne industrije
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1  INTRODUCTION
1. UVOD
Times, when the main role of a manager or super-
visor in the workplace was to assign tasks to employ-
ees, are over. Nowadays, employees want to be famil-
iar with the business process and not only to be paid. 
To provide higher productivity, they are expected to 
work with responsibility and to contribute to success-
ful achievement of the company goals. For an effective 
management of human resources in an organisation, it 
is necessary to establish an adequate organisational 
structure including the existence of a human resources 
management department (Stacho et al.,  2013). Em-
ployees want to discuss their performance results with 
managers more often and they want to be aware of the 
importance of their tasks within the company. Accord-
ing to Forsyth (2003), if a manager does not fi nd the 
right way to motivate staff, workplace absenteeism and 
fl uctuation will rise and taking breaks in an inappropri-
ate way (surfi ng the Internet, private phone calls), in-
terruption, intrigues, confl icts, dissatisfaction with 
management will be more obvious. At the same time 
interest in work, quality and productivity at work, will-
ingness to become responsible, level of submitting pro-
posals, concentration at work, personal participation of 
an employee and punctuality are declining. 
The main condition to motivate staff successfully 
and at the same time to meet the interests and needs of 
the employees in the workplace is to make each em-
ployee feel valued, empowered and engaged (Jelačić et 
al. 2012). 
This paper presents the analysis of the manufac-
turing company with respect to the level of motivation.
An essential role of human resource management 
and its development is to provide positive behaviour of 
employees and managers. It is a goal-directed behav-
iour that should enable the organisation to achieve top 
goals successfully and effectively. The organisation 
must motivate employees systematically to ensure that 
the staff work effectively and therefore it must come up 
with motivational processes (Halík, 2008). Employee 
motivation can be considered the nature of human re-
source management. Motivation should be carried out 
independently of the management system orientation 
– functional, process or project orientation (Závadský 
and Droppa, 2013). Goals of the organisation cannot be 
set and achieved without the appropriate level of em-
ployee motivation – their behaviour and productivity. 
Motivational programmes are an inseparable part of 
motivation at work (Jelačić et al. 2008, 2012).
Individual as well as team motivational pro-
grammes are used in companies as a part of pro-
grammes to keep the required level of employee pro-
ductivity. Motivational programme must be adapted to 
corporate culture and the company itself. Detailed mo-
tivational programmes can very rarely be seen in our 
companies. It is necessary to change the general ap-
proach to the role of employees within the company to 
carry out this programme and incorporate it in the in-
ternal rules of the company. The ideal state would be to 
develop a tailor-made programme for each employee, 
but it is very time- and money-consuming (Šatanova et 
al., 2004). On the other hand, team motivational pro-
gramme can be ineffective because of differences in 
motivation of individual employees. In many cases, 
there are only minor differences within the motivation 
profi le of an employee but they can affect the job per-
formance of an employee essentially. (Hitka and Siro-
tiaková, 2011).
Further to the above, creativity, motivation and 
professionalism is the root for improving the effective-
ness of job performance of specialists, managers and 
employees. They present stimulators encouraging em-
ployees, and the whole organisation as well, to make 
processes in the company more dynamic. One of the 
most challenging and, at the same time, the key manag-
ers’ ability is to motivate themselves, workmates and 
also subordinates to achieve higher employee produc-
tivity (Galajdová et al., 2007).
The aim of this paper is to identify changes in 
employee motivation within the company between 
2011 and 2013, to determine changes in preferences for 
motivation factors of employees in a two-year period 
and, according to these changes, to suggest appropriate 
solution for the company in the area of motivation at 
work in the future.
Nowadays, in times of economic crisis, motiva-
tional programmes are focused not only on fi nancial 
incentives but very often also on non-fi nancial incen-
tives, such as –rebuilding teams, providing education 
and trainings within the company, offering qualifying 
training courses, language courses, managerial and IT 
courses, seminars or using different outsourcing mar-
ket tools (Kampf, 2005; Potkány, 2008). These incen-
tives can be used by the company to cope with the eco-
nomic crisis. Sport activities and different events 
organised by the company are other examples of team 
building. Internal communication within the company 
is a part of motivation that must not be missed.
Another non-fi nancial method of motivation is to 
make employees feel appreciated and empowered (Lu-
cas, 2004). Non-monetary incentive preferences should 
depend on the employee. Motivational programmes 
and benefi ts effective for employees are those that can 
meet their needs for self-actualisation, perhaps even 
their economic requirements. Tools effective for the 
employers are those that can help them develop em-
ployee potential at low costs.
It is very time- and money-consuming to develop 
the motivational programme for each company. Deep 
and goal-directed analysis of the employees is an es-
sential condition for its effectiveness. Based on the pre-
sent analyses (Vetráková et al., 2007; Hitka et al., 
2007; Blašková, 2010; Kropivšek et al., 2011), it can 
be concluded that the motivational programme in the 
company can be, based on the average signifi cance of 
individual motivation factors, unifi able at present. In 
the future motivation and requirements of employees 
may change. 
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The Student’s t distribution was as follows (if 
variances are equal): 
if ; X1 and X2 are independent,
and in case that variances are different if ; X1 
and X2 are independent, 
In 2011, the sample of 152 employees was in-
quired out of a total of 1253 employees. In 2013, 156 
employees were inquired out of 1197 employees.
3. RESULTS AND DISCUSSION
3 REZULTATI I DISKUSIJA
Current motivational programme of the company 
uses different fi nancial incentives, education, job rota-
tion, career growth, social policy and employee benefi ts 
in the area of human resource management. The aim of 
the motivational programme is to follow managerial ac-
tivities in the company and to affect the work behaviour 
and the attitude of staff to strategic goals of the organisa-
tion in order to ensure harmony between the interests of 
the company and employees and to provide career 
growth and self-development of employees. 
Research of the level of motivation and changes 
in motivation factors in 2011 and 2013 was carried out 
among production workers in the company. Databases 
were formed regarding the basic characteristic – the 
year, on the basis of acquired data relating to the moti-
vation assessment. Signifi cance was determined of re-
spondent preferences for individual motivation factors 
depending upon the year. The differences between 
means of individual motivation factors in the particular 
years were searched. The aim was to consider whether 
the differences between averages of individual groups 
were signifi cant or only random. 
There were no signifi cant differences between 
most of means of individual motivation factors ac-
quired in 2011 and subsequently in 2013. The differ-
ences between means are not considered statistically 
signifi cant. It can be observed that employees of the 
company are as satisfi ed with most of the motivation 
factors as in 2011. Signifi cant differences between 
means in 2011 and 2013 can be seen only in two factors 
- job security and social benefi ts. These factors have 
P-value < 0.05. It means that the null hypothesis H0 can 
be partly accepted. 
Within our analysis, employees were asked to 
consider their motivation requirements in the observed 
period of time despite the economic crisis. The analysis 
clearly showed that in the company Bučina, Inc. Zvo-
len (Hitka and Blašková, 2006), no signifi cant changes 
were observed in motivation in a four-year period.
Based on the fi ndings in the company Slovenské 
elektrárne Mochovce (Hitka, 2005), it can also be 
2 MATERIAL AND METHODS
2. MATERIJAL I METODE
The research was conducted in a wood process-
ing company specialised in furniture and wood product 
manufacturing. Manufacturing of furniture is carried 
out in four factories in the town. 
A questionnaire, based on asking directed ques-
tions, was used to determine the level of motivation 
and to analyse motivation factors in the selected com-
pany. The questionnaire consisted of 30 closed ques-
tions (Hitka, 2009). The questionnaire was divided into 
two parts. Socio-demographic and qualifi cation char-
acteristics of employees were searched in the fi rst part. 
Basic data about respondents relating to their age, sex, 
seniority, completed education and job position were 
obtained in this part. The second part consisted of indi-
vidual motivation factors through which information 
was collected about work environment, working con-
ditions, applied appraisal and reward system, about 
personnel management, health and social care system 
and system of employee benefi ts as well as information 
about employee satisfaction or dissatisfaction, value 
orientation, relation to work and the company or co-
workers’ relationship in the company. Motivation fac-
tors were placed in alphabetical order so as not to affect 
the respondents. Respondents evaluated individual 
motivation factors by one of fi ve levels of signifi cance 
from a pre-defi ned 5-point rating scale, where 5 was 
the most important and 1 was unimportant.
 The questionnaires were evaluated by the com-
puter programme STATISTICA 7. Descriptive statistics 
was used to describe the basic samples. Statistical char-
acteristics, which compressed information about the ob-
served basic samples into smaller number of numerical 
characteristics and made mutual comparison of samples 
(2011 and 2013) easy for each motivation factor, were 
computed. Each motivation factor (quantitative feature) 
was described summarily by basic characteristics: levels 
– average  and variability - standard deviations sx and 
coeffi cients of variation. Subsequently the results were 
compared by means of inductive statistics.
Besides simple comparison of descriptive char-
acteristic values, considering the selected type of ob-
tained data, testing was carried out of the equality of 
averages and standard deviations of basic samples. The 
purpose of testing is to verify statistical signifi cance of 
differences in averages and standard deviations of indi-
vidual motivation factors in analysed companies so 
that the possibility  was eliminated that detected differ-
ences of descriptive characteristics at the selected level 
of signifi cance α = 0.05 were not caused only by mis-
take made by representative sampling. The null hy-
pothesis vs. the alternative hypothesis was tested; they 
were as follows: 
  vs. 
H0:  Means of basic samples of examined motivation 
factors in the observed time are equal.
H1:  Means of basic samples of examined motivation 
factors in the observed time are not equal.
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stated that the fundamental change in motivation in 
all job positions only occurred after fi ve years. How-
ever, this period of time does not have to be the same 
in other companies. Following our experience, the 
analysis of motivation should be carried out periodi-
cally, once a year. In order to ensure objectivity, the 
analysis must be carried out systematically and ac-
quired data must be compared with the company 
achievements and set goals.
4 CONCLUSION
4. ZAKLJUČAK
The most important requirement for employees’ 
long-term productivity, their willingness and satisfac-
tion is to make employees feel that their work is mean-
ingful, important for the company and also interesting 
for them, reasonably diffi cult and with possibilities of 
personal development. If employees have a clear pic-
ture of the situation and opportunities for professional 
growth and development, if they are satisfi ed with the 
rewarding system based on productivity and quality of 
the work done, long-term productivity and high-quali-
ty work can be expected. However, staff must be sup-
ported and motivated continuously. Seeing that the de-
velopment of motivation during a particular period of 
time is variable, it is necessary to analyse employee 
motivation continuously and to update motivational 
programmes of the company according to the needs. 
Through the analysis of the motivation factors of em-
Table 1 t-test results of motivation factor means
Tablica 1. Rezultati t-testa prosječnih motivacijskih čimbenika
t –test / t-test value p / vrijednosti p
Atmosphere in the workplace / atmosfera na radnome mjestu 3.56 0.06
Good work team / dobar radni tim 1.53 0.22
Further fi nancial reward / buduće fi nancijske nagrade 0.04 0.84
Workload and type of work / radno opterećenje i vrsta rada 0.73 0.39
Physical effort at work / fi zički napor pri radu 0.56 0.45
Job security / sigurnost zaposlenja 24.53 0.00
Information about performance results / informacije o postignutim rezultatima 0.29 0.59
Communication in the workplace / komunikacija na radnome mjestu 0.93 0.34
Name of the company / ime kompanije 2.62 0.11
Opportunity to apply own ability / mogućnost primjene svojih sposobnosti 1.66 0.20
Working time / radno vrijeme 3.05 0.18
Work environment / radno okruženje 3.05 0.28
Moving up corporate ladder / napredovanje u poslu 0.63 0.43
Competences / kompetencije 0,58 0,45
Supervisor’s approach / pristup nadređenoga 1.54 0.22
Individual decision making / osobno donošenje odluka 0.01 0.91
Social benefi ts / socijalne povlastice 18.16 0.00
Fair appraisal system / pravedni sustav nagrađivanja 0.91 0.34
Job safety / sigurnost na radu 1.30 0.26
Mental effort / umni napor 1.07 0.30
Education and personal growth / obrazovanje i osobno napredovanje 0.52 0.47
Company relation to the environment / odnos kompanije prema okolišu 1.62 0.20
Free time  /slobodno vrijeme 1.22 0.27
Recognition / priznanja 0.00 0.97
Basic salary / osnovna plaća 1.23 0.27
Note: Signifi cant motivation factors are in bold / Napomena: Važni su motivacijski čimbenici podebljani.
ployees of the company, it was found that almost all 
motivation factors were the same during the particular 
period of time. Signifi cant differences were determined 
only in two factors - job security and social benefi ts. 
The ongoing economic crisis, when employees are 
obliged to keep their job, can be regarded as the cause 
of both factors. Seeing that companies do not have 
enough sources for meeting fi nancial requirements of 
employees, they offer them different social benefi ts. 
The approach chosen to motivate employees 
within human resource management is the responsibil-
ity of company managers. The system that reveals mo-
tivation factors in the company must be monitored con-
stantly and evaluated periodically in order to fi nd 
information about the current state of employee moti-
vation and mainly to predict the development of moti-
vational programmes. 
Economic factors should be observed in longer 
period of time (2 – 6 years) along with the monitoring 
of the total economic and social situation of the envi-
ronment depending upon the development of value ori-
entation of employees that may change during a par-
ticular period of time. 
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